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Abstract. One of the efforts made by the government to reduce the unemployment rate 
in Indonesia is by conducting an overseas apprenticeship program. As an international 
assignment, this apprenticeship program leads to social problems such as stress. This research 
seeks to examine and analyze the influence of pre-departure training on acculturative stress 
with personal resources as a moderating variable. The respondents of this study were 215 
migrant workers from West Java. This research used process analysis to analyze data. The 
result shows that there is a negative influence of pre-departure training on acculturative stress. 
Whereas, personal resources strengthen the influence of pre-departure training on acculturative 
stress. The higher a level of personal resources possessed, the more it will strengthen the influence 
of pre-departure training on acculturative stress. These findings support the statement that 
personal resources are one of the leading indicators that affect an individual’s performance 
at work.
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Abstrak. Salah satu upaya pemerintah dalam menekan tingkat pengangguran yaitu dengan 
mengadakan program pemagangan di luar negeri. Sebagai penugasan internasional, program 
pemagangan ini tidak terlepas dari permasalahan sosial seperti stres yang dialami oleh pekerja 
migran. Penelitian ini bertujuan untuk mengkaji dan menganalisis pengaruh pelatihan 
sebelum pemberangkatan terhadap stres akulturatif dengan sumber daya pribadi sebagai 
variabel moderasi. Responden pada penelitian ini yaitu 215 pekerja migran asal Jawa Barat. 
Penelitian ini menggunakan analisis proses untuk menguji dan menganalisis data yang telah 
diperoleh. Hasil dari penelitian ini menunjukkan bahwa pelatihan sebelum pemberangkatan 
memiliki pengaruh negatif terhadap stres akulturatif. Kemudian, sumber daya pribadi 
memperkuat pengaruh pelatihan sebelum pemberangkatan terhadap stres akulturatif. Semakin 
tinggi tingkat sumber daya pribadi yang dimiliki, maka semakin memperkuat pengaruh 
pelatihan sebelum pemberangkatan terhadap stres akulturatif. Temuan dari penelitian ini 
mendukung pernyataan bahwa sumber daya pribadi merupakan salah satu indikator utama 
yang mempengaruhi kinerja individu di lingkungan kerja.
Kata Kunci: pelatihan sebelum pemberangkatan, sumber daya pribadi, stres akulturatif, 
pekerja migran
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The problem of unemployment has been a significant problem for a long time. 
According to the Central Statistics Agency, until February 2018, the number of workforces in 
Indonesia had reached 133.94 million. It increased by 2.9 million compared to the previous 
year, while the open unemployment rate in Indonesia reached 5.13% or reduced by around 
140 thousand people compared to last year. This unemployment rate has been the lowest 
unemployment rate since the 1998 crisis (Katadata.co.id, 2018). This trend is evidence that 
the labor market in Indonesia is growing. 
Although the unemployment rate in Indonesia has decreased, the problem of 
unemployment remains a challenge for the government to reduce unemployment. One of 
the efforts made by the government to reduce the unemployment rate in Indonesia is by 
conducting an apprenticeship program abroad, namely Japan.
However, working in a foreign country will be considered a challenge by immigrant 
workers and will give more pressure to them. They have to be able to adjust to the new cultures. 
Migrant workers will also face socio-cultural problems such as social relations with coworkers, 
competition and the demands of professional work that occur in the work environment, 
salary issues, awards and feelings of confusion and homesickness felt by workers are often the 
case for migrant workers who work abroad (Kvist, 2012; Granskaya & Lizhenkova, 2015; 
Kirana, 2013).
The survey which is conducted by Nugraha et al. (2017) on migrant workers in Japan 
shows that migrant workers are facing challenges such as differences in culture, language, the 
background of each individual, job demands, and expensive living costs. This condition affects 
the psychological health that leads to the stress of migrant workers. Besides, the Japanese culture 
that is considered taboo by migrant workers, the role and responsibility gaps in the workplace 
between Japanese culture and Indonesia, as well as the difficulties in establishing relationships 
with colleagues are things that can cause stress for migrant workers (Hatanaka et al., 2016).
Setyowati et al. (2010) also suggested that migrant workers in Japan experience 
stress and difficulty in socializing, such as feeling isolated while living in Japan and having 
difficulty communicating with residents. Besides, Japanese culture that is considered a taboo 
by migrant workers, the gap in roles and responsibilities in the workplace, and the difficulties 
in establishing relationships with colleagues are things that can trigger the stress of migrant 
workers (Hatanaka et al., 2016). Those differences such as culture, language, and habits 
and the lack of networks that can trigger stress on migrant workers are called acculturative 
stress or culture shock (Rosida, 2018). Every individual has a different way of dealing with 
acculturative stress. Some individuals are critical of cultural differences, adaptable to cultural 
differences, and begin to adopt these cultures, and some are not able to adapt to the new 
environment (Selmer, 1999).
In order to minimize the acculturative stress, training needs to prepare migrant workers 
to deal with a new environment. Pre-departure training is one of the essential preparations 
before migrant workers depart and to reduce their culture shock and stress level (Xia, 2009). 
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communicate correctly both in the social and business environment. If the migrant workers 
are not provided with knowledge about culture and how to cope with stress, then they will 
secede from the community and have a negative life (Murali et al., 2017). Through pre-
departure training, migrant workers will also be provided with how to develop their mindset 
for learning, giving the idea of how they have to behave, and what kind of discussion can be 
accepted when they are involved in a conversation.
The training also needs to be supported by soft skills, which are essential aspects 
that must be possessed when working. The stress experienced by the workforce depends 
on how the workers perceive the stress and how they deal with it. Therefore, the workers 
should need to have and develop potential and resilience when faced with situations where 
adaptability, ability to overcome problems, ability to regulate themselves, and social skills are 
essential. Personal resources are considered to be the most important thing and can minimize 
the adverse effects of stress. It also considered being able to improve adaptability in new 
environments (Ham et al., 2014).
Fomina et al. (2017) state that the character of each individual, such as in dealing with 
pressure is one of the personal resources in reducing perceived stress levels. The involvement 
of individuals in various activities, the ability to dealing with stress, and the ability to control 
complex situations also consider things that can reduce stress levels. When individuals cannot 
to deal with stress, such as the changes in culture, language, and also their job demands, then 
they tend to experience stress.
Some scholars have studied about training and stress using qualitative methods (Treven, 
2003; Hurn, 2007; Xia, 2009; Setyowati et al., 2010; Ham et al., 2014; Shuttleworth, 2004). 
However, those studies focus on how to design a training program to minimize stress and 
explain how stress can affect people’s psychology. Only a few studies discuss the training of 
migrant workers and how it affects stress at various levels of personal resources (Mayerl et al., 
2017; Ayu et al., 2015). Moreover, those studies have not considered personal resources as 
a moderating variable that can reduce acculturative stress. Meanwhile, previous studies state 
that personal resources are one of the leading indicators that affect an individual’s performance 
at work (Güler & Çetin, 2018; Kotze, 2018; Ayu et al., 2015; Xanthopoulou et al., 2007). 
Thus, this study fills in the gap by examining and analyzing the influence of pre-departure 
training on acculturative stress with personal resources as a moderating variable. This study 
also expects to be an input for the government in developing training for migrant workers by 
considering personal resources aspects.
Based on the research background, the research questions of this research are: First, how 
pre-departure training affects acculturative stress? Second, how personal resources moderate the 
effect of pre-departure training on acculturative stress of Indonesian migrant workers in Japan?
Methods
Respondents for this research were migrant workers who were participating in an 
internship program in Japan since 2017. The number of respondents studied was 215 and 
taken from four different training institutions. The total respondents consist of 139 people 




from the Indonesian Migrant Workers Training Center (BLKPMI), 48 people from Megumi 
Training Institution, 19 people from Mirai Nusantara Training Institution, and nine people 
from Putra Maju Training Institution.
Online questionnaires were distributed to the respondents asking their perception 
of pre-departure training, acculturative stress, and personal resources. Respondents give 
alternative answers based on a Likert scale (1 = “strongly disagree,” and 5 = “strongly agree”).
Pre-departure training was measured by using a list of statements purposed by Black & 
Mendenhall (1989) such as “I already understand how to communicate using the Japanese 
well” and “I feel that the work procedures applied during the training are by the work 
procedures in the company where I work.” (Black & Mendenhall, 1989).
Moreover, respondents were asked a list of statements related to acculturative stress. 
The statements adopt from Ward et al. (2005), such as “I often feel anxious when I live 
in Japan.”, “I always compare my native culture with culture in Japan.”, and “I am always 
interested in learning Japanese culture.” (Ward et al., 2005).
Personal resources were measured by adopting a list of the statement from Ayu et al. 
(2015). The statements were “I am confident in my ability to take the necessary actions.”, 
“I have an essential role in my job.”, and “I have confidence that my work can develop the 
potential that is within me.” (Ayu et al., 2015).
This research used a quantitative research method. The statistical test conduct using 
Hierarchical Regression Analysis using Process Analysis purposed by Hayes (2013). The 
regression equation for this research is:
AS = b0 + b1 PDT + b2 PR + b3 XM + e
Where: AS is acculturative stress; PDT is pre-departure training; PR is a personal resource; 
XM is the interaction between pre-departure training and personal resources.
Results and Discussion
 Based on the results of the reliability test conducted on each variable in the 
questionnaire of this study, the Cronbach Alpha value obtained was greater than 0.60. The 
results show pre-departure training (r = 0.906), acculturative stress (r = 0.726), and personal 
resources (r = 0.897). Furthermore, in order to test the hypothesis, the statistical test is carried 
out to figure out the relationship of the independent variable toward the independent variable 
with a moderating variable. 
The result in Table 1 shows that the p-values for each variable are lower than 0.05, 
which means that both the independent variable and moderating variable influence the 
independent variables. Furthermore, the R2 shows that the value is 0.6044. It means that 
the influence on pre-departure training on acculturative stress with personal resources as a 
moderating variable is 60.44%. 
The formula of the regression equation obtained on this research is: 
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Table 1. Result of Process Analysis
Model Coeff se p
BC 95% CI
Lower Upper
Constant 2.5903 0.0206 0.0000 2.5498 2.6308
Personal resources -0.2615 0.0435 0.0000 -0.3471 -0.1758
Pre-departure training -0.3265 0.0385 0.0000 -0.4024 -0.2506
Personal resources x pre-
departure training
0.0891 0.0356 0.0130 0.0190 0.1592
R2 = 0.6044
It can concluded that the constant value obtained from the results of the analysis is equal 
to 2.5903. It means that if the pre-departure training and personal resources variables do not 
influence the acculturative stress variable, the amount of acculturative stress is worth 2.5903. 
Furthermore, the pre-departure training regression coefficient obtained is negative, which 
is equal to -0.3265. This negative value indicates that there is a unidirectional relationship 
between the pre-departure training and acculturative stress. It shows that every increase in 
pre-departure training applied by job training institutions is equal to one unit, and then 
it will reduce the acculturative stress level by 0.3265. It is in line with Treven (2003) and 
Black & Mendenhall (1989), who argue that one of the ways to minimize stress levels when 
working in a new environment is by giving training. The training should focus on cross-
cultural training; hence the migrant workers will be provided with skills, knowledge that is 
needed by the organization, and the level of stress will reduce.
Next, the regression coefficient of the moderating variable obtained is negative, which 
is equal to -0.2615. This negative value indicates that there is a unidirectional relationship 
between personal resources to acculturative stress. It shows that every increase in personal 
resources by one unit it will reduce the level of acculturative stress by 0.2615. It is in line 
with Ward et al. (2005), who argue that the sources of stress felt by an individual are the 
same. However, the levels of stress, and negative or positive that stress depends on the 
characteristic of the individuals. It is determined by how each views stress, how to cope with 
stress, individuals’ flexibility towards different cultures, stress reaction, interpersonal abilities, 
and social abilities. The higher personal resources possessed by an individual, the lower the 
level of acculturative stress feels.
Last, the regression coefficient of the interaction variable between pre-departure training 
and personal resources obtained is positive, which is equal to 0.0891. This positive value 
indicates that this interaction variable is in the same direction or can be said to strengthen 
the pre-departure training relationship with acculturative stress. It shows that each increase 
in personal resources by one unit will increase or strengthen the level of influence of the pre-
departure training on acculturative stress of 0.0891. It is in line with Ham et al. (2014), who 
argue that stress level can be minimized by providing training in advance. It aims to give the 
migrant workers a picture and understanding, and do not feel confused when they work in a 
new environment with a different culture. It is also supported by personal resources, which 




can help individuals in controlling their emotion and their work environment (Güler & 
Çetin, 2018; Kotze, 2018).
Furthermore, to find out how the influence of pre-departure training on acculturative 
stress at different levels of personal resources can be concluded through the results of the 
process analysis, which shows in Table 2.
Table 2. Conditional Effect of Pre-Departure Training on Acculturative Stress
Personal Resources Effect se p
BC 95% CI
Lower Upper
-0.5731 -0.3775 0.0411 0.0000 -0.4585 -0.2966
0.0000 -0.3265 0.0385 0.0000 -0.4024 -0.2506
0.5731 -0.2754 0.0460 0.0000 -0.3660 -0.1848
R2 -chg = 0.0118
Notes: R2 -chg = R2 increase due to interaction; se = standard error, BC = Bias Corrected; CI = Confidence Interval
Table 2 illustrates the influence of pre-departure training on acculturative stress at each 
level of personal resources. The p-value of less than 0.01 indicates that there is a significant 
influence between pre-departure training and acculturative stress at different levels of personal 
resources. In other words, the influence of pre-departure training on acculturative stress can 
occur when the level of personal resources of the individual is at a low, normal, and even 
high level. It proves that even though the level of personal resources is high, individuals will 
still feel the stress. However, the impact of stress is not as severe as it is on the lower level of 
personal resources.
The level of perceived acculturative stress can be seen from the value of personal 
resources in Table 2. The value of -0.5731 shows a lower level of personal resources. Then in 
the second row shows a value of 0.0000, which indicates that the level of personal resources is 
considered normal, and the value of 0.5731 on the third line shows a higher level of personal 
resources.
It can be concluded that when personal resources are at a lower level (-0,5731), it will 
strengthen the influence of the pre-departure training on acculturative stress of -0.3775. 
When personal resources are at the normal level (0.0000), it will strengthen the influence of 
the pre-departure training on acculturative stress of -0.3265. Lastly, when personal resources 
are at a higher level (0.5731), it will strengthen the influence of the pre-departure training on 
acculturative stress by -0.2754.
For the interpretation of the moderating variable, if the higher the value of the moderating 
variable and its influence is more negative, then the moderating variable shows the effect that 
is not unidirectional or has the effect of weakening the effect of the dependent variable on the 
independent variable. Conversely, if the higher the value of the moderating variable and its 
influence is more positive, then the moderating variable shows unidirectional influence or gives 
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The result shows that when the pre-departure training level is low, the level of 
acculturative stress is high, and vice versa. It indicates that pre-departure training is one of the 
main factors that can affect the acculturative stress level of migrant workers in Japan. When the 
pre-departure training carried out is not adequate (low), it will have an impact on employees’ 
acculturative stress. This finding supports the statement that pre-departure training is an 
essential requirement for migrant workers before participating in an international assignment. 
As a result, the employees’ level of acculturative stress can be minimized. Therefore, the pre-
departure training carried out must be following matters relating to the type of work that 
charges later and the selection of training methods that are suitable for the objectives of the 
apprenticeship program (Kinkawa et al., 2012; Zheng et al., 2007). 
Furthermore, this study is in line with previous studies which shows that there is a 
comparison between individuals who have high, medium, and low levels of personal resources. 
The high or low levels and positive or negative stress depends on the characteristics of the 
individual. It is determined by how the individual views stress, copes with stress, the flexibility 
towards different cultures, stress reactions, interpersonal abilities, and social abilities (Ward et 
al., 2005; Luthans, 2010; Wong & Song, 2008).
Moreover, these findings are in line with the previous study that the higher the level of 
personal resources they have, the more negative is the influence of pre-departure training on 
acculturative stress. Individuals who have a high level of personal resources will have an impact 
on reducing stress levels. Otherwise, low personal resources tend to be more prone to stress 
(Güler & Çetin, 2018; Mastenbroek, 2017; Ham et al., 2014; Hayes & Weathington, 2007; 
Amatea & Fong, 1991). It can be concluded that if the pre-departure training is effective and 
then supported by a good or high level of personal resources, the level of acculturative stress 
will be lower. The better the personal resources of an individual, the better the individual is in 
managing himself towards acculturative stress (Mielniczuk & Laguna, 2017).
Conclusion
Based on the analysis, the result shows that there is a negative influence between pre-
departure training on acculturative stress. It shows that the more effective the pre-departure 
training carries out, the lower the level of the acculturative stress that feels. Furthermore, 
the result also shows that there is a positive influence between the pre-departure training 
on acculturative stress moderated by personal resources. It shows that personal resources 
strengthen the influence of pre-departure training on acculturative stress. The higher the 
personal resources owned by migrant workers, the stronger the influence of the pre-departure 
training on acculturative stress. These findings support the statement that personal resources 
are one of the leading indicators that affect an individual’s performance at work.
However, this study has not discovered other variables that can be related to these 
variables, for instance, work engagement and job demand. The researchers also suggest 
conducting research related to the comparison of the acculturative stress level that is felt by 
female and male migrant workers since the level of acculturative stress between men and 
women are different. Therefore, future researches suggest expanding the subject of research. 




The research subjects were not only migrant workers from West Java but also migrant 
workers from other regions of Indonesia to be able to generalize the results of the study 
more. Furthermore, the researchers also suggest researching with respondents from other 
government apprenticeship programs, such as migrant workers who work in Korea. Research 
on Indonesian migrant workers in Korea can be done since the interest of Indonesian migrant 
workers to work in Korea in 2018 has increased.
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